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Wages, Benefits and Overtime Compensation: Holidays, Leave, Legal Benefits and Bonuses  
WBOT.5 Employers shall provide all legally mandated holidays, leave, benefits and bonuses, such as 
official holidays, annual leave, sick leave, severance payments and 13th month payments, to all eligible 
workers within legally defined time periods. In addition, all leave and bonuses shall be calculated 
correctly. (S)  
 
Noncompliance  
 
Explanation:  The factory provided work-related injury insurance for 1024 employees, retirement 
insurance for 89 employees, medical insurance for 1031 employees, maternity insurance 
for 6 employees, and no unemployment insurance. Factory had obtained the exemption 
waiver from the local social insurance bureau. Furthermore, auditors were not allowed 
to visit the other facilities, especially the one within the audited factory compound, and 
no business license provided for review to prove that these factory workers and 
management were not part of the audited facility as claimed by factory. Per factory 
management explanation, the social insurance coverage included coverage for their 2 
other factories' employees under the company name [Factory name #1] and [Factory 
name #2].  
Based on factory information, [Factory name #1] had 456 employees and [Factory name 
#2] had 100 employees. But, factory was not able to differentiate the workers of 
[Factory name #1] and [Factory name #2] from the social insurance contributions' 
employee name list.  
Therefore, based on [Factory name's] factory management's verbal information, [Factory 
name] had covered 499 employees for work-related injury, 499 for medical insurance, 56 
for retirement insurance, 3 employees for maternity insurance, and no unemployment 
insurance. Hence, it was not in accordance with the requirements of prevailing 
legislation and law, despite the waiver from the local social insurance bureau was 
provided for review.  
Sources: management interview, related social insurance document and receipts, April 
2010 social insurance contribution receipt  
Legal Reference: Article 73 of PRC Labor Law 
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Plan Of 
Action:  
When received report from FLA on August 4, Tumi set up a factory visit to [Factory 
name] on August 17 and a teleconference on September 20 to understand the situation 
in the factory. The factory and facility the auditors visited do not all belong to [Factory 
name], but also to other factories with different owners. However, they share some 
facilities and resources.  
Deadline 
Date:  
 
Supplier 
CAP:  
 
Supplier CAP 
Date:  
11/20/2012  
Action 
Taken:  
As of November 2012, the total number of employees within the entire facility including 
3 factories ([Factory name], [Factory name #1], and [Factory name #2]) is 521. The 
number of workers employed by [Factory name] is 300. All [Factory name] employees 
are covered with injury insurance. However, only around 10% of [Factory name] 
employees are covered by retirement insurance, and few workers are covered with 
unemployment, maternity, and medical insurances. The issue is still open and Tumi will 
continue to follow up possible remedial steps.  
Plan 
Complete:  
No  
Plan 
Complete 
Date:  
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Wages, Benefits and Overtime Compensation: Timely Payment of Wages  
WBOT.4 All wages, including overtime compensation shall be paid within legally defined time limits. 
When no time limits are defined by law, compensation shall be paid at least once a month. (S)  
 
Noncompliance  
 
Explanation:  Based on information collected from various channels, workers' wages were paid on the 
22nd of each month instead of the 7th day after the pay period.  
Sources: collected production documents, worker interviews  
Legal Reference: Article 50 of the Labor Law of the PRC  
Plan Of 
Action:  
The factory management should develop a wage payment policy and procedure ensuring 
that workers are paid within 7 days of the end of the working month. The pay period shall 
not be extended unless there are extremely difficult financial conditions as stipulated in 
local regulations.  
Deadline 
Date:  
09/20/2010  
Supplier 
CAP:  
 
Supplier 
CAP Date:  
11/20/2012  
Action 
Taken:  
As of November 2012, wages are still paid on 22nd of the following month. The factory is 
not yet able to meet the requirement of payment within 7 days after the end of the wage 
calculation period. Factory management reported that they are not able to meet it due to 
their wage structure, which is based on a piece rate system, and they need time for wage 
calculation at the end of each month. The issue is still open and Tumi will continue to 
follow up possible remedial steps for reducing the time of wage calculation/payment.  
Plan 
Complete:  
No  
 
 
 
 
6 
 
 
Plan 
Complete 
Date:  
 
 
 
 
 
Forced Labor: Employment Terms/Prohibitions  
F.4 There can be no employment terms (including in contracts or any other instruments or in any formal 
or informal recruitment arrangements) which: specify that employees can be confined or be subjected 
to restrictions on freedom of movement; allow employers to hold wages already earned; provide for 
penalties resulting in paying back wages already earned; or in any way punish workers for terminating 
employment. (P) 
 
Noncompliance 
 
Explanation:  If workers resign on their own accord with less than a month's notice, employer shall 
reserve the right to deduct 1 month's wage.  
Source: employment handbook  
Legal Reference: Article 38 of Law of the PRC on Employment Contracts  
Plan Of 
Action:  
The factory management shall ensure that there are no employment terms that provide 
for penalties resulting in paying back wages already earned or that in any way punish 
workers for terminating employment. The employment termination notice terms shall be 
revised in line with the Article 38 of Law of the People's Republic of China on 
Employment Contracts.  
Deadline 
Date:  
09/20/2010 
Supplier 
CAP:  
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Supplier 
CAP Date:  
11/20/2012  
Action 
Taken:  
[Factory name] has revised the handbook to delete this term, yet, in fact, this still exists. 
The issue is still open for follow up.  
Plan 
Complete:  
No  
Plan 
Complete 
Date:  
 
 
 
 
Forced Labor: Freedom of Movement/Employer Controlled Residence  
F.12 The freedom of movement of workers who live in employer controlled residences shall not be 
unreasonably restricted. (P) 
 
Noncompliance 
 
Explanation:  New employees on probation period and single workers are not allowed to live outside 
the factory.  
Sources: employment application form, manual  
Legal Reference: Article 88 of the Law of the PRC on Employment Contract  
Plan Of 
Action:  
The original purpose of this restriction is to protect the new employee from incidents. 
The surrounding environment of the factory is not very safe. [Factory name] wants to 
keep new workers inside factory until they get used to the environment.  
Deadline 
Date:  
09/20/2010  
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Supplier 
CAP:  
 
The factory had removed this restriction and amended the employee manual. Amended 
employee manual sent to FLA for review. Now all employees are free to live outside of 
the factory.  
Supplier CAP 
Date:  
10/06/2010  
Action 
Taken:  
Document amended and implemented.  
Plan 
Complete:  
Yes  
Plan 
Complete 
Date:  
10/06/2010  
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Forced Labor: Worker Ability to Terminate/Freedom of Movement  
F.13 Employers shall not utilize practices that restrict a workers' ability to terminate his or her 
employment or freedom of movement. Examples of such practices include, but are not limited to: (the 
threat of) physical or mental coercion; requiring deposits; imposing financial penalties; requiring 
recruitment fees; setting production targets or piece rates at such a level that workers need to work 
beyond normal working hours (excluding overtime) as set under the FLA Code in order to make the legal 
minimum wage or the prevailing industry wage; and denying and hampering access to, and renewal of, 
identity papers and/or work permits or any other personal legal (identification) documents. (S) 
 
Noncompliance 
 
Explanation:  There was a clause in the employee handbook, which indicated that if the worker 
resigned within the employee labor contract period, there would be a training fee 
deduction.  
Source: employment handbook  
Legal Reference: Article 38 of Law of the PRC on Employment Contracts 
Plan Of 
Action:  
The factory management shall eliminate all procedures and practices that may avoid a 
worker's ability to terminate, including any monetary fines and deductions. 
Deadline 
Date:  
10/06/2010  
Supplier 
CAP:  
 
Supplier CAP 
Date:  
 
Action 
Taken:  
Employment handbook was revised. No fees will be deducted if a worker resigned within 
the employee labor contract period.  
Plan 
Complete:  
Yes  
Plan 
Complete 
Date:  
11/20/2012  
 
 
 
 
 
10 
 
Freedom of Association: Right to Freely Associate  
FOA.2 Workers, without distinction whatsoever, shall have the right to establish and, subject only to the 
rules of the organization concerned, to join organizations of their own choosing without previous 
authorization. The right to freedom of association begins at the time that a worker seeks employment, 
and continues through the course of employment, including eventual termination of employment, and 
is applicable as well to unemployed and retired workers. (S) 
 
Noncompliance 
 
Explanation:  FLA Comment: The Chinese constitution guarantees Freedom of Association (FOA); 
however, the Trade Union Act prevents the establishment of trade unions independent 
of the sole official trade union - the All China Federation of Trade Unions (ACFTU). 
According to the ILO, many provisions of the Trade Union Act are contrary to the 
fundamental principles of FOA, including the non-recognition of the right to strike. As a 
consequence, all factories in China fall short of the ILO standards on the right to organize 
and bargain collectively. However, the government has introduced new regulations that 
could improve the functioning of the labor relations mechanisms. The Amended Trade 
Union Act of Oct. 2001 stipulates that union committees have to be democratically 
elected at members' assemblies and trade unions must be accountable to their 
members. The trade union has the responsibility to consult with management on key 
issues of importance to their members and to sign collective agreements. Trade unions 
also have an enhanced role in dispute resolution. In Dec. 2003, the Collective Contracts 
Decree introduced the obligation for representative trade unions and employers to 
negotiate collective agreements, in contrast to the previous system of non-negotiated 
administrative agreements.  
Note: Based on the employee manual provided, workers were not allowed to strike.  
Plan Of 
Action:  
Worker has freedom in associate in the Tumi supply chain. Factory management to take 
necessary steps to ensure that workers are not deprived of the right to strike; there are 
effective mechanisms at the factory to ensure worker representation and 
communication between workers and factory management. 
Deadline 
Date:  
10/04/2010  
Supplier 
CAP:  
 
 
Supplier CAP 
Date:  
11/20/2012 
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Action 
Taken:  
That workers are not allowed to strike was deleted from the employee handbook. 
[Factory name] enhanced communication with employees by setting up grievance 
channels. Factory created a trade union to listen to employees' voices as a way to 
minimize the labor troubles.  
Plan 
Complete:  
Yes  
Plan 
Complete 
Date:  
11/20/2012  
 
 
 
Harassment or Abuse: Discipline/Worker Awareness and Participation of Workers  
H&A.6 Workers must be informed when a disciplinary procedure has been initiated against them. 
Workers have the right to participate and be heard in any disciplinary procedure against them. 
Employers shall maintain written records of all disciplinary actions taken. Workers must sign all written 
records of disciplinary action against them. Such records must be maintained in the worker's personnel 
file. (P) 
 
Noncompliance 
 
Explanation:  No disciplinary records provided were for review. During off-site worker interviews, 
workers reported that they were subjected to written warnings and demerited points 
when they breached the factory rules. However, the factory management claimed that 
they had not maintained any disciplinary records.  
Sources: factory management and worker interviews, related records 
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Plan Of 
Action:  
The factory management shall review the current disciplinary system and ensure that 
there is a written disciplinary procedure at the factory. Written records of all disciplinary 
actions taken shall be documented and workers must sign all written records of 
disciplinary action against them. Such records must be maintained in the worker's 
personnel file.  
Deadline 
Date:  
09/20/2010 
Supplier 
CAP:  
[Factory name] will start the disciplinary procedures for their workers. And, in any case, 
the records will be kept in the factory.  
Supplier CAP 
Date:  
11/20/2012  
Action 
Taken:  
[Factory name] issues warning letters to employees who are subjected to disciplinary 
actions. Offenders must to sign the warning letter for acknowledgement, and then it will 
be recorded in their personal file.  
Plan 
Complete:  
Yes  
Plan 
Complete 
Date:  
11/20/2012  
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Harassment or Abuse: Discipline/Freedom of Movement  
H&A.12 Employers shall not unreasonably restrain the freedom of movement of workers, including 
movement in canteens, during breaks, using toilets, accessing water, or to access necessary medical 
attention, as a means to maintain labor discipline. (S)  
 
Noncompliance 
 
Explanation:  Workers are disciplined for leaving their workstations for more than 15 minutes. (Note 
that it may be acceptable for the factory to set up a guideline for workers as to how long 
they can leave their workstation. However, there should be a certain tolerance in 
exercising this disciplinary practice, as some workers may have physical and biological 
needs to access the lavatory for a longer time.)  
Source: employee manual  
Legal Reference: Article 38 of Law of the PRC 
Plan Of 
Action:  
Reviewed with [Factory name] and found it is not factory policy to discipline any worker 
who leaves the work place. It was suspected that some line leaders make this rule 
personally. Tumi advised [Factory name] to educate all workers (middle management 
and workers) on not punishing any worker who leaves their workstation. 
Deadline 
Date:  
09/20/2010  
Supplier 
CAP:  
Deploy company policy that no disciplinary action should be taken for any worker. 
Arrange appropriate break times for workers to leave their work place to access the 
lavatory.  
Supplier CAP 
Date:  
11/20/2012  
Action 
Taken:  
There are 2 breaks separated in the morning and afternoon, workers are free to leave 
their workstations for toilet and drinking water.  
Plan 
Complete:  
Yes 
Plan 
Complete 
Date:  
11/20/2012  
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Non-Discrimination: Recruitment and Employment Practices (Job Advertisements, Job Descriptions, 
Evaluation Policies)  
D.3 Recruitment and employment policies and practices, including job advertisements, job descriptions, 
and performance/job evaluation policies and practices shall be free from any type of discriminatory 
bias. (S) 
 
Noncompliance 
 
Explanation:  There were age and gender restrictions on the recruitment notice posted at the factory 
entrance. (Based on the factory recruitment advertisement posted at the entrance, the 
factory only hired bookkeepers with the age restrictions 18 to 26 and only males could 
apply for position of molding workers.)  
Source: Recruitment advertisement.  
Legal reference: Article 12 of the Labor Law of the PRC  
Plan Of 
Action:  
The factory has no sense of this requirement of FLA before auditing. Now they 
understand that discrimination could cover age and gender.  
Deadline 
Date:  
09/08/2010  
Supplier 
CAP:  
The factory had amended all the recruitment information on June 10. Education had 
been introduced to the HR department. Recruitment information sent to the FLA for 
review.  
Supplier CAP 
Date:  
09/21/2010  
Action 
Taken:  
Requirement announcement amended and educated HR department. 
Plan 
Complete:  
Yes  
Plan 
Complete 
Date:  
09/19/2010  
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Health and Safety: Personal Protective Equipment  
H&S.11 Workers shall be provided with effective and all necessary personal protective equipment (such 
as gloves, eye protection, hearing protection, respiratory protection, etc.) to prevent unsafe exposure 
(such as inhalation or contact with solvent vapors, noise, dust, etc.) to health and safety hazards, 
including medical waste. (S) 
 
Noncompliance 
 
Explanation:  Some workers working in high-noise environments were not wearing earplugs during 
working hours. No sound level assessment at the factory has been conducted, even 
though 2-hand operated cutting machines were used and generated high level of noise.  
Source: factory tour  
Legal Reference: Article 37 of Law of the PRC on Production Safety  
Plan Of 
Action:  
Personal protective equipment (PPE) was distributed to all workers working in noisy 
areas. However, some workers were not willing to use them because they are 
inconvenient for working.  
Deadline 
Date:  
09/16/2010 
Supplier 
CAP:  
Factory needs to educate workers on the consequences of not using PPE. The factory 
announced that workers had to wear the earplugs when working.  
Supplier CAP 
Date:  
10/05/2010 
Action 
Taken:  
PPE has been distributed and its use is compulsory.  
Plan 
Complete:  
Yes  
Plan 
Complete 
Date:  
10/11/2010  
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Health and Safety: Sanitation in Factory Facilities  
H&S.22 All facilities including factory buildings, toilets, canteens, kitchens, and clinics, shall be kept 
clean and safe and be in compliance with all applicable laws, including relevant sanitation, medical and 
safety and health regulations. (S)  
 
Noncompliance  
 
Explanation:  No protective railing was installed on 1 side of the 3-storey, main production building 
roof, thus creating a safety hazard (Pictures were sent to the FLA for verification).  
Plan Of 
Action:  
Factory management shall consider prohibiting employees from going upstairs to roof 
except in cases of emergency; warnings should be posted on the door of roof floor.  
Deadline 
Date:  
11/16/2012  
Supplier 
CAP:  
 
Supplier 
CAP Date:  
11/20/2012 
 
Action 
Taken:  
The door on the roof floor was closed, with the warning "Do not open except in the case 
of emergency." Evacuation route and signage always direct employees to escape to the 
ground floor, not to the roof.  
Plan 
Complete:  
Yes  
Plan 
Complete 
Date:  
11/20/2012 
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Hours of Work: Time Recording System  
HOW.6 Time worked by all workers, regardless of compensation system, shall be fully documented by 
time cards or other accurate and reliable recording systems such as electronic swipe cards. Employers 
are prohibited from maintaining multiple time-keeping systems and/or false records for any fraudulent 
reason, such as to falsely demonstrate working hours. Time records maintained shall be authentic and 
accurate. (P) 
 
Noncompliance 
 
Explanation:  Factory had documented workers' work hours by electronic time system and workers' 
time records for the past 12 months were maintained. However, it was noted that time 
and payment records were unreliable and did not reflect workers' actual working hours 
at the facility; hence, auditors could not accurately verify the actual workers' working 
hour status at the facility. (Based on the collected production-related records, workers 
had performed work on various Sundays, such as in January 2010, September 2010 and 
October 2010 worked overtime up until 22:30 or 23:00.)  
Sources: production records  
Legal Reference: Articles 48 and 44 of PRC Labor Law  
Plan Of 
Action:  
Every kind of document and record provided for assessment should be reflected by the 
fact that any dishonest behaviors are not acceptable in Tumi positions. 
Deadline 
Date:  
11/16/2012  
Supplier 
CAP:  
 
Supplier CAP 
Date:  
11/20/2012  
Action 
Taken:  
[Factory name] admitted that it was their fault to keep 2 sets of documents 2 years ago.  
They have rectified their behavior and all reports and records are fact based.  
Plan 
Complete:  
Yes  
Plan 
Complete 
Date:  
11/20/2012  
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Hours of Work: Sick Leave  
HOW.19 Employers shall provide workers with sick leave as required under local laws, regulations and 
procedures. (S) 
 
Noncompliance 
 
Explanation:  Paid leave was based on the employee contract and legal requirement. However, based 
on the employee manual provided, factory only provided 60% of legal minimum wage 
for sick leave, instead of 80% as per the legal requirement.  
Source: employee manual  
Legal Reference: Article 73 of PRC Labor Law  
Plan Of 
Action:  
Factory management shall fully comply with national legislation to establish appropriate 
policy and procedure; hence, sick leave should be paid at 80% of wages, instead of 60%.  
Deadline 
Date:  
11/16/2012  
Supplier 
CAP:  
 
Supplier CAP 
Date:  
11/20/2012  
Action 
Taken:  
Employee handbook was revised and factory is paying 80% minimum wage for sick leave.  
Plan 
Complete:  
Yes  
Plan 
Complete 
Date:  
 
 
 
 
 
 
 
 
